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ARTICLE 1 - AGREEMENT
PARTIES: This Agreement is between the ALBANY HOUSING AUTHORITY of the
City of Albany, New York, ("AUTHORITY") and the CIVIL SERVICE EMPLOYEES
ASSOCIATION, INC., LOCAL 1000, AFL-CIO for the Albany Housing Authority Unit, Albany
County Local #801 ("CSEA" or "ASSOCIATION").
ARTICLE 2 -PURPOSE & INTENT
The general purpose of this Agreement is to set forth terms and conditions of employment,
and to promote orderly and peaceful labor relations for the mutual interest of the Authority, the
Employees and the Association, in accord with the intent of the Public Employees' Fair
Employment Act of 1967 (Taylor Law).
The parties recognize that the interest of the community and job security of the employees
depend upon the Authority's success in establishing a proper service to the community.
To these ends the Authority and the Association encourage to the fullest degree, friendly
and cooperative relations between the respective representatives at all levels and among all
employees.
ARTICLE 3 -RECOGNITION
3.1 TITLES IN UNIT: As provided in §204 of the New York Public Employees' Fair
Employment Act, the Authority recognizes CSEA as the sole and exclusive representative of
Authority employees in the following titles:
Account Clerk
Accountant (1unior)
Automotive Mechanic
Cashier
Community Aide
Community Relations Associate
Communitv Service Worker
Custodial Worker
Data Entry l'vlachine Operator
Dispatcher
Fami Iy Sel f-Sufficiency Coordi nator
Field Construction Monitor
Groundskeeper
Home Ownership Counselor
Housing Authority Inspector
Housing Eligibility Assistant
Maintenance Laborer
Maintenance Mechanic
Maintenance Worker
Modernization Intern
Receptionist
Resident Employment Counselor
Senior Audit Clerk
Senior Clerk
Senior Stenographer
Senior Typist
Stenographer
Stores Clerk
Substance Abuse Coordinator
Typist
3.2 NEW TITLES: Authority employees assigned to new job titles with comparable duty and
salary levels shall be included in the recognized bargaining unit as determined by agreement of
CSEA and the Authority.
3.3 UNIT CLARIFICATION: Any dispute regarding the assignment of a new job title to the
unit shall be resolved only by a unit clarification or unit placement petition under §20 1.2(b) of
PERB's Rules. The Authority a!1dAssociation will cooperate in expediting the processing of such
petitions and shall file no objection to the timeliness of the filing of any such petition.
ARTICLE 4 - DUES AND OTHER DEDUCTIONS
4.1 DUES DEDUCTION: The Authority shall deduct from the wages of employees and
transmit to CSEA, 143 Washington Avenue, Albany, New York, 12210 or its authorized agent,
regular membership dues and other voluntary CSEA sponsored deductions for those employees
who sign and file with the Authority authorizations permitting such payroll deductions. The sums
will .be transmitted monthly with a listing identifying the individual deductions. The Authority
shall remit to CSEA's designee(s), automobile, homeowners, and permanent life insurance
premiums for those employees authorizing such CSEA sponsored deductions.
4.2 AGENCY FEE DEDUCTION: The Authority shall deduct from the wages of employees
within the recognized bargaining unit who do not sign and file such authorization an agency shop
fee in the amount of the dues levied by CSEA. The sums will be transmitted monthly with a listing
identifying the individual deductions.
4.3 CREDIT UNION: The Authority agrees to provide for payroll deduction rights for credit
union participation in SEFCU.
4.4 DEFERRED COlVlPENSATION: Effective July 1, 1991, the Employer agrees to make
available to all employees the New York State Deferred Compensation Plan.
ARTICLE 5 -COMPENSATION
5.1 SALARY SCHEDULE: Employees shall be paid at the salary set fOl1hin Appendix "A"
for the grade and step they occupy, subject to the tems of Article 5.8 if applicable.
5.2 STEP SCHEDULE: Step A shall be designated "Entry Level" and Step E shall be
desi2:nated "Job Rate". The salarv schedule shall be constructed as follows:
~
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Service Step Salarv
1st veal' A 80Qc of Job Rate
2nd year B 8SCJ(1of Job Rate
3rd veal' C 90£7(1of Job Rate
4th veal' 0 95(~)of Job Rate
5th year E 100£1('of Job Rate
")
5.3 CONSTRUCTION OF SCHEDULE: The initial salary schedule shaH be constructed by
using the Step E from the salary schedule in effect on June 30, 1997.
5.4 COST OF LIVING INCREASES:
A.
B.
C.
5.5 LONGEVITY:
5.5.1 A.
D.
E.
Effective July 1, 2000, the salary schedule shaHbe increased 2.750/0.
Effective July 1,2001, the salary schedule shall be increased 3.000/0.
Effective July 1,2002, the salary schedule shall be increased 3.000/0.
Upon completion of eight (8) years of service and for each year thereafter up
to nine years, an employee shall receive a lump sum longevity payment of
$200.00.
B. Upon completion of ten (10) years of service and for each year thereafter
up to fourteen (14) years, an employee shall receive a lump sum longevity
payment of $600.00.
c. Upon completion of fifteen (15) years of service and for each year up to and
including nineteen (19) years of service, an employee shaH receive a
$1,250.00 lump sum longevity payment.
Upon completion of twenty (20) years of service and for each year up to and
including twenty-four (24) years of service, an employee shall receive a
$1,750.00 lump sum longevity payment.
Upon completion of twenty-five (25) years of service and for each year
thereafter, an employee shall receive a $2,000.00 lump sum longevity
payment.
5.5.2 Longevity shall not be considered part of base pay for purposes of computing any
premlurn pay.
5.5.3 The longevity payment shall be made in the first pay peliod in July next succeeding
the first date upon which an employee qualifies and is on active payroll status or worker's
compensation on their anniversary date.
5.6 ELIGIBILITY FOR STEP INCREASES: An employee must serve in a pal1icular grade
and step at least 6 months before becoming eligible to move to the next step. Step increases shall
take place on July 1st of each year.
5.7 LEA YES OF ABSENCE: Periods of leave without pay shall not count towards the six
month in grade and step rule.
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5.8 CHANGE IN GRADE:
5.8.1 INCREASES ON PROlVIOTION: Employees promoted or otherwise advanced to
a higher salary grade shall be paid at the entry level rate of the higher salary grade or wiII receive a
percentage increase in base pay detennined as indicated below, whichever results in a higher salary.
For a Promotion of: An Increase of:
1 grade 3.00/0
2 grades 4.50/0
3 grades 6.00/0
4 grades 7.50/0
5 grades 9.00/0
Employees who are promoted and whose new salary per the above increases results in a
salary falling between salary steps shall progress to the next salary step effective July 1 of that year.
5.8.2 DECREASES ON DEMOTION: Employees demoted for disciplinary reasons
shall be paid not less than the entry rate of the lower salary grade and shall be eligible for step
increases subject to the applicable tenns of this Agreement. Employees demoted for reasons other
than disciplinary reasons shall be paid at the step of the lower grade which represents the minimum
reduction or increase. Such employees shall remain eligible for step increases subject to the
applicable terms of the Agreement.
5.9 SHIFT DIFFERENTIAL: The Authority shall pay an additional sixty ($.60) per hour to
any CSEA employee whose workday begins outside the core hours of 6:00 a.m. to 10:00 a.m.,
inclusive of time used on approved leave.
5.10 ON-CALL PAY: The on-call Maintenance Mechanic shall be entitled to a one hundred
thirty-five ($135.00) dollar per week minimum payment for remaining available during the non-
business hours of said assignment. Acceptance of the on-call assignment on a rotational basis is
mandatory. All mechanics are required to maintain a home telephone and update any changes to
the number with their supervisor. Shift B employees shall be entitled to $75.00 per week minimum
payment for remaining available from 11:30 p.m. to 7:30 a.m. following each of their Monday
through Friday shifts. Shift C employees shall be entitled to a $50.00 per week minimum payment
for remaining available from 8:00 p.m. to 7:30 a.m. following each of their Saturday and Sunday
shifts.
Mechanics servinQ in on-call status shall be reimbursed for mileaQe at the rate then in effect
~
~
when recalled from home to work and retLlllling home in connection with on-call duties. In the
altel11ative. at the option of the Authority. the Authority will provide such employees with an
AuthOl;tv vehicle for such use.
.I
5.11 lVlILEAGE: Authorized use of personal vehicles will be reimbursed at the I.R.S. allowable
rate.
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5.12 TRAVEL TO .JOB ASSIGNl\tIENTS: In the event the Autholity does not provide a
vehicle, employees shall have the option of utilizing their vehicle f<;>rjob assignments and shall be
reimbursed at the rate referenced in paragraph 5.11.
ARTICLE 6 -OVERTIME
6.1 ELIGIBILITY: All employees who work, with approval, beyond their normal work week,
will be paid time and one-half their nOlmal rate for all hours so worked. Only actual hours worked
are used to compute the number of hours to be paid at the overtime rate. All holidays, bereavement
leave, annual leave and paid lunch peliods will be considered as hours worked for computation of
overtime.
6.2 HOLIDA Y & OFFDA Y RATE
6.2.1 OFFDA Y RATE: An employee who is required to work on a day which is not part
of their regularly scheduled work period, shall receive time and one half his or her regular hourly
rate of pay for all hours worked on that day, subject to Article 6.1.
6.2.2 HOLIDA Y RATE: An employee who works a holiday or a day observed as a
holiday pursuant to the provisions of Article 8, shall receive time and one-half his or her regular
rate of pay for all hours worked on that day, plus holiday pay. This provision shall not apply if the
employee has floated that holiday pursuant to Section 8.2. The overtime rate will only apply if the
employee qualifies for overtime under 6.1. In cases where a holiday falls on a weekend and is
observed on a Friday or Monday, an employee who works both the holiday and the observed day
shall receive only a single benefit under this section.
6.3 CALL-IN PAY: An employee who is called in outside his or her normal work shift,
having left the worksite, shall receive a guarantee of two hours pay at his or her ove11imerate. Any
employee who works beyond the two hours will continue to receive pay at that ove11imerate.
6.4 SLEEP TIl\tIE: Any employee, who as a result of being recalled to duty, works dUling any
hours between 11:30 p.m. and 7:30 a.m., shall be entitled to use sick leave credits equal to the total
number of hours worked on recall. Use of credits under this provision shall be limited to scheduled
shifts immediately following the 11:30 p.m. to 7:30 a.m. peliod of recall. This provision shall not
apply to voluntary coverage of a shift due to absence or illness of another employee. Hours taken as
sleep time shall be considered as hours worked for purposes of computing ovel1ime.
6.5 OVERTIl\IE OPPORTUNITIES: Ovet1ime oppol1unities in the Albany Housing
Autholity \vill be offered and distributed on a fair and equitable basis. Such distribution shall be
made on a rotational basis. the initial rotation list to be established by seniority.
If an insufficient number of employees accept the ovet1ime opportunity offered. the
Authority has the right to mandate employees to repol1 for ovel1ime \\'ork in inverse order of
senioritv on a rotatin~ basis. It is understood that refusal of mandated overtime without good cause
. ....
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may be subject to the disciplinary procedure. Mandated ovet1ime shall be equalized among the
employees. An up to date overtime roster will be maintained in each department.
Deviations to the rotational basis for overtime may be made duting emergency situations.
The rotational overtime list shall not apply to the skill-craft positions.
All members of the bargaining unit shall be eligible for snow removal overtime
~ ~ ~
opportunities.
ARTICLE 7 - WORKDAY & WORKWEEK
7.1. CLERICAL & OFFICE El\tIPLOYEES
7.1.1 All clerical and office employees covered under this agreement shall work either 7
hours per day and 35 hours per week, or 7.5 hours per day and 37.5 hours per week, Monday
through Friday, subject to the provisions of Article 7.1.2.
7.1.2 Clerical and office employees covered under this agreement shall work 7.5 hours per
day and 37.5 hours per week if:
A. Their date of hire is on or after July 1, 1990.
B. They are promoted.
C. They are demoted for disciplinary reasons.
D. They return after a leave of absence of 1 year or more.
7.1.3 Lunch periods for employees covered by Sections 7.1.1 and 7.1.2 shall be either one
or one half hour in duration subject to the flex time provision of this agreement. They shall be
taken at the approximate median point of the shift, subject to staffing requirements.
7.1.4 Break periods for employees covered by Sections 7.1.1 and 7.1.2 shall be fifteen (15)
minutes in duration and employees shall be entitled to two per day, with pay. Breaks shall be taken
at the approximate median point of the first half and second half of the work day.
7.2 l\tIAINTENANCE EMPLOYEES
7.2.1 SHIFT A: All Maintenance employees assigned to this shift shall work 8 hours per
day and 40 hours per week from 7:30 a.m. to 4:00 p.m., Monday through Friday. They will be
entitled to one. thirty minute unpaid lunch period per day to be taken at the approximate mid-point
of the shi ft. subject to the pal1icular work demands then in effect. They wi II also be entitled to two.
fifteen minute break peliods per day to be taken one at the approximate mid-point of the morning
and the other at the approximate mid-point of the afternoon, subject to the pat1icular work demands
then in effect.
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7.2.2 SHIFT B: All Maintenance employees assigned to this shift shall work 8 hours per
day and 40 hours per week from 3:30 p.m. to 11:30 p.m.~Monday through Friday. They will be
entitled to one, thirty minute paid lunch period per day to be taken at the approximate mid-point of
the shift, subject to the particular work demands then in effect. They will also be entitled to two,
fifteen minute paid breaks per day to be taken one at the approximate mid-point of the afternoon
and the other at the approximate mid-point of the evening, subject to the pat1icular work demands
then in effect. Employees assigned to this schedule shall be responsible for recall by the Hon-call'"
supervisor or mechanic during the eight hour period immediately following their shift.
7.2.3 SHIFT C: All Maintenance employees assigned to this shift shall work 12 hours per
day on Saturday and Sunday and eight hours per day on Monday and Tuesday. Weekend hours
shall be 8:00 a.m. to 8:00 p.m. with one, sixty minute paid lunch period to be taken at the
approximate mid-point of the shift, subject to the particular work demands then in effect.
Employees assigned to this schedule will also be entitled to two, twenty minute paid breaks per day
on weekends, one to be taken at the approximate mid-point of the morning and the other at the
approximate mid-point of the afternoon, subject to the particular work demands then in effect. Shift
C workers sha1lbe responsible for reca1lby the Hon-ca]]"supervisor or mechanic during the 12 hour
period immediately following their weekend shifts. Hours worked on Monday and Tuesday are
subject to the terms of Article 7.2.1.
7.2.4 All Maintenance employees are responsible to notify the dispatcher or their
supervisor upon leaving and returning for lunch and breaks.
7.3 DISPATCHER ElVlPLOYEES:
shifts as follows:
. Monday through Friday
. Monday through Friday
. Saturday - Sunday
Monday - Tuesday
Dispatchers may be assigned to one of three full time
7:30 a.m. - 4:00 p.m.
3:30 p.m. - 11:30 p.m.
8:00 a.m. - 8:00 p.m.
7:30 a.m. - 4:00 p.m.
7.4 TIl\t1E CLOCKS: All members of the bargaining unit covered by Section 7.2 of this
agreement are mandated to utilize time clocks provided by the Authority.
7.5 TARDINESS
7.5.1 OUting a bi-weekly pay period. all employees identified in AI1icle 7.2 will be allo\\cJ
one to four unexcused latenessess with an accumulated duration of 15 minutes or less with n, \
penalty applied. One to four unexcusedlatenesses with an accumulated duration of 16 minutes or
more results being docked for two times the accumulated duration. In the event an employee ha~
five or more unexcused latenesses dUling a bi-weekly pay peliod. they will be docked for two times
the accumulated duration.
7.5.2 TARDINESS ~'IAKE UP PROCEDURE: Up to thil1y minutes of tardiness per
bi-weekly pay period may be "made up" on a day and at a time mutually agreeable to the supervisor
and the employee. Time must be made up during the pay period succeeding the pay peliod in
which the tardiness occulTed. Time eligible for make-up shall be charged in the next pay peliod if
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not made up. Tardiness in excess of thil1y minutes in a pay period shall calise all tardiness in that
pay period to be immediately chargeable pursuant to Al1icIe7.4.1.
7.5.3 Repeated occasions of tardiness will be cause for the application of corrective
measures. When the Authority detennines, from a review of the records of an employee, that a
problem exists relative to timely repol1ing for work, the employee will be placed on notice of
tardiness abuse. This notice will be of reasonable duration. If the pattern of tardiness is not steadily
improved, the employee may be subject to progressive discipline.
7.6 NOTIFICATION OF ABSENCE
7.6.1 Any employee unable to report for their regularly scheduled shift must notify their
supervisor as soon as possible, and no later than one hOllr after the start of their shift, that they are
unable to report for work.
7.6.2 Any employee assigned to shifts B, C, or dispatch who is unable to report for their
regularly scheduled shift, must notify their supervisor as soon as possible, and no later than two
hours before their shift is to begin, that they are unable to report for work.
7.6.3 Any employee who accepts an overtime assignment with a scheduled completion date
is responsible for the timely completion of the work. In the event an employee is unable to
complete an overtime assignment on schedule, they must notify the appropriate supervisor as soon
as possible and no less than 48 hours before the scheduled time of completion, that they will be
unable to complete the assignment as scheduled.
7.6.4 Any employee who voluntarily accepts an overtime assignment is subject to all
reporting requirements as applicable to regularly scheduled workdays.
7.6.5 In the event that an employee will be out three days or more on unscheduled leave,
specific arrangement for notification of absence may be made with the Personnel Department.
7.7 FLEX TIlVlE: For employees other than Maintenance shifts A, B, C and dispatch, the
workday shall begin between the hours of 7:00 a.m. and 9:30 a.m., unless mutually agreed by
management and the employee. Lunch periods shall be either one hour or one half hour in duration.
Individual schedules shall be established by the Executive Director or their designee, Requests to
"flex" said schedule shall be made. in writing, on or before the 15th of March, June. September and
December for the ensuing first of the month. Once established. schedules shall remain in effect for
~
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the duration of the period (three months). Approval shall be at the discretion of the Executi ve
Director or their designee, however. in cases of denial of an employee's request. they shall be
provided with the justification of the denial in wliting. When two or more requests are concul1'ently
submitted by individuals in the same title or work area. seniority shall prevail where no mutually
agreeable resolution is available. This provision shall not limit the Autholity's right to occasionally
vary shifts for unique circumstances.
R
7.8 RESCHEDULING OF DAYS OFF: There shall be no rescheduling of days off or hours of
duty to avoid payment of overtime compensation. This shall not apply to occasional temporary
variations to cover scheduled vacation leave.
7.9 LEAVE WITHOUT PAY: Any employee absent during a scheduled workday and lacking
accruals to which the absence can be approptiately charged pursuant to the terms of this agreement
may be subject to discipline. No option exists for employees to take leave without pay other than as
set forth in Article 11.
7.10 WEATHER El\tIERGENCY PROCEDURES
1. Snow removal is an emergency and it is, therefore, mandatory that all personnel
covered under Article 7.2 report to work when requested to do so.
Because snow removal is an emergency, the rotational overtime clause of the
bargaining agreement is not applicable.
Failure to report for a snow emergency is excusable only with the direct approval of a
supervisor. This approval must be requested prior to 8:30 a.m.
Plow/Salter operators must contact the supervisor or mechanic on call for approval to
report early. All other personnel shall be expected to report at 7:30 a.m. unless
otherwise notified.
Maintenance staff are required to call personally when the threat of a snow emergency
exists. This call should be made after 6:00 a.m. and in time to report by 7:30 a.m. if
needed. After said call has been made, there is no requirement to call again until the
following morning. In recognition of that fact, the Authority can only ask that
employees make a second call when unexpected changes in weather conditions take
place.
2.
3.
4.
5.
ARTICLE 8 -HOLIDAYS
8.1 HOLIDA YS OBSERVED:
Agreement.
1. New Year's Dav
..
2. Martin Luther King Day
3. President"s Dav
4. Lincoln's Bil1hday*
5. Memotial Dav
6. Independence Day
The pat1ies recognize the following holidavs under this
7. Labor Day
8. Columbus Dav
..
9. Veteran's Day
10. Thanks£ivin£ Dav
..
II. Dav after Thanks£ivin£
. ........
12. Chlistmas Day
* Desi£nates tloatin£ holidav~.
8.2 FLOATING HOLIOA Y: The holidav asterisked above shall be desi£nated as a tloatin£
.- ............
holiday. Employees wishing to observe this holiday on the official date. or dLlling the pay period in
which it falls. shall request leave in accordance \-vith the annual leave policy. The number of
employees observing a float day on the official day is subject to reasonable staffing requirements as
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detennined by the Authority. Employees not opting to observe the holiday on the official day or in
the same pay period as the official date shall have the number of hours in their nonnal work day
credited to their annual leave accrual as of the pay peliod following the official date of the floating
holiday.
8.3 WEEKEND OBSERVANCE: If a holiday falls on a Saturday, the preceding Fliday shall
be observed as the paid holiday. If a holiday falls on a Sunday, the following Monday shall be
observed as the paid holiday.
8.4 FORFEITURE OF HOLIDAY PAY: An employee scheduled to work on the day before
a holiday or the day after a holiday shall report to work or forfeit their holiday pay. This
provision shall be waived when on sick leave (with doctor certification), pre-approved
personal leave, bereavement or other paid leave. In this instance(s) the employee shall be
deemed to have worked and shall receive their holiday pay as well as any other pay due
them.
ARTICLE 9 -VACATIONS
9.1 VACATIONS. EMPLOYEES HIRED PRIOR TO ULY 1 1990: Employees hired
prior to July 1, 1990 shall accrue vacation leave credit at the following rates:
3
4
5
6
7
8-19
20
Days Per Year
13
14
15
16
17
18
19
20
25
Years of Service
1
')
9.2 VACATIONS. ElVlPLOYEES HIRED AFTER UL Y 1 1990: Employees hired aftcr
July 1, 1990 shall accrue vacation leave credits at the following rates:
Years of Service
0-4
5-9
10-19
20
Days Per Year
10
15
20
25
9.3 ACCRUALS: An employee's annual leave accrual may exceed the maximum of sixty (60)
days. provided that the employee's balance of vacation credits may not exceed sixty (60) days on
Julv 1st of anv vear. This section shall not apply to any employee whose vacation credits drop
- - -
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below thirty (30) days at any time on or after July 1, 1993. Such employees may subsequently
accumulate vacation credits exceeding thirty (30) days, providing that their vacation credits may not
exceed thiJ1Y (30) days on July 1st of any year. All employees hired on or after July 1, 1990 shall
be covered under the thirty day limit of this Article. All new employees may be allowed to take
five of their earned vacation days after six months of continuous service.
9.4 PART-TIME EMPLOYEES: Part-time annual-salaried employees are eligible to earn
vacation, according to the above provisions, on a pro-rated basis.
9.5 SCHEDULING OF VACATION: Employees shall be allowed to use annual leave
accruals at any time during the contract year, providing a request is submitted in writing one week
prior to the requested period and approval is given by the Executive Director. Such approval shall
not be unreasonably withheld. The Authority shall waive the aforesaid notice requirement to allow
for use of one day of annual leave with prior day notice and approval from the supervisor in writing.
Withholding of this approval shall not be arguable or grievable. Annual leave may be used without
any advance notice in cases of extreme emergency solely with the approval of the Executive
Director or their designee. Requests for emergency annual leave will require disclosure of the
circumstances and management may require verification. Where two or more employees submit a
vacationrequeston the same date, preferenceshallbe given by seniority.
9.6 PAYMENT ON SEPARATION: Upon death, retirement or other types of separation of
service,the employershall pay the employeeor their beneficiaryfor all accruedvacationtime at the
employee's then CUITent rate of pay.
9.7 INTERVENING HOLIDAYS: If a holiday falls within the vacation period of an
employee, the holiday shall not be charged against the accrued vacation time of the employee.
9.8 VACATION BUY-BACK: Any employee may elect to receive cash payment in lieu of
the use of a block of five (5) or ten (10) vacation days of such accrued credits. provided said action
does not result in the remaining credits to be less than five days. Employees shall be afforded this
opportunity semi-annually in July and December. No more than ten (10) days per calendar year
may be sUITendered.
ARTICLE 10 - SICK LEAVE
10.1 ACCRUALS - El"IPLOYEES HIRED ON OR BEFORE l"IARCH 31. 1979: All
employees in service on Nlarch 31. 1979 shall ealll one and one-third (l l/3) days per month of paid
sick leave (sixteen (16) days per year) with the light of unlimited accumulation.
10.2 ACCRUALS - El\-IPLOYEES HIRED AFTER l"IARCH 31. 1979: All employees
appointed on or after April 1. 1979 shall ealll one and one twelfth days per month of sick leave
credits (a total of thil1een (13) days per year) with the right of unlimited accumulation.
1I
10.3 ELIGIBILITY FOR USE: All employees are eligible and shall be allowed to use sick
leave immediately upon earning such sick leave. (New employees are eligible for and shall be
allowed to use sick leave after having successfully completed an initial ninety (90) day probationary
period.)
10.4 DOCTOR'S CERTIFICATE: A doctor's certificate will not be routinely required for
absences of four (4) days or less due to illness. When the Executive Director determines that the
employee shall be required to provide medical documentation solely as a result of review of the
employee's sick leave record, such requirement shall follow counseling and written notice to the
employee, and shall commence subsequent to such notice. The requirement placed on the
employee shall be of reasonable duration following notification of the requirement.
10.5 HOLIDAY SICK LEA VE: An employee shall be required to furnish a doctor's certificate
for one day's sick leave when taken before or after a holiday or annual leave. Whenever the
Authority requires that a specific physician be utilized, they shall be liable for the physician's fee.
10.6 MEDICAL DOCUMENTATION: Satisfactory medical documentation meets the
following criteria:
1.
2.
It contains a brief statement of diagnosis.
It specifies the inclusive dates of disability covered by the doctor's note and the date
or dates of treatment during the period covered.
It certifies that the employee is disabled from the performance of his or her job
duties. In some cases~ (for example, pat1ial disability) it may provide information
on the kinds of job duties the employee is unable to perform.
It indicates the anticipated date of return to work.
It is signed by an appropriate medical practitioner.
It is hand delivered or mailed via first class mail to the Director of Personnel, the
Director of Accounting, or the Director of Maintenance within five (5) days of the
fifth consecutive day of absence or, if applicable, the employee's return to work.
The employee shall have sole discretion' in determining to which of the said
directors it shall be so delivered.
3.
4.
5.
6.
Medical documentation shall be treated in a confidential manner.
ARTICLE 11 - OTHER LEAVES
11.1 BEREA VEl\IENT LEAVE: All employees under this agreement shall receive five (5)
days of paid bereavement leave per death in the immediate family. Immediate family shall be
defined as mother~ father~ children, spouse liying in household of employee. brother(s) or sister(s)
of the employee.
Effective July 1. 1990. employees \\'ithin the bargaining unit shall receive one (1) day of
paid bereavement \eave per death for mother-in-law. father-in-law. grandparents. or grandchild.
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If additional leave is needed or if leave is needed for members other than those listed above.
an employee shall be allowed to use personal leave andlor sick leave.
11.2 PERSONAL LEAVE: All employees covered under this Agreement shall be entitled to
personal leave with pay, not to exceed five (5) days in anyone contract year, provided the employee
gives the employer three (3) days notice. Such notice shall be waived in cases of emergency
provided the employee states the general reasons for absence. Time taken under this provision shall
not be in less than one (1) hour segments. The first two days used under this provision shall not be
chargeable against any accrued leave. The remaining three days shall be charged against accrued
sick leave.
11.3 MILITARY LEAVE: Every employee shall receive leave in accordance with applicable
sections of the New York State Military Law.
In addition, the Authority shall provide leave with pay, not to exceed two hours per month,
for the Unit Veteran's Committee representative, or designee, to attend the Albany County Veterans
Committee meeting.
11.4 CHILD REARING LEAVE: An employee shall be granted child rearing leave, without
pay, up to six (6) months in connection with the birth or adoption of a child. If desired by the
employee, he or she shall be allowed an extension for up to twelve (12) months with such extension
being approved by the Executive Director. Such approval shall not be unreasonably withheld.
Upon reporting for work at the end of the leave, the employee shall be returned to the position he or
she vacated and given back his or her seniority rights and all benefits enjoyed prior to the leave. In
addition, such employee shall be placed on the same grade and step of the CUtTentsalary schedule as
he or she had obtained at the time such leave began. Prior to beginning his or her leave, the
employee shall be allowed to use all or any part of his or her accumulated paid leave credits.
11.5 EDUCATION LEAVE: Any employee may be granted leave with pay with the approval
of the Executive Director for the purpose of continuing education where the subject matter relates
to the advancement of skills or knowledge useful in his/her employment with the Authotity and
provided that it does not exceed one day per week.
11.6 COURT LEA VE: Court leave will be granted under the following conditions:
1. A summons. order or subpoena must be legally served for acting as a witness or for
jury duty. \Vhen an employee is actually summoned. they should immediately
inform the Executive Director.
') The pay of an employee who has recei ved a subpoena. order or summons for jury
duty or as a witness will continue at the regular rate. . All pay received shall be
turned over to the Authority to be credited a~ainst re~ular salarv. Pavment to the
.,
'- "-
..
employee by the COLll1for trayel expenses. meal allo\\'ance or such items shall be
retained by the employee.
13
11.7 WORKERS COMPENSATION: An employee who is hUl1or injured on the job shall
elect in writing whether he or she desires to use his or her paid accumulated sick leave for the
period of disability or whether he or she desires the weekly benefit as provided under the Worker's
Compensation Law. Such statement shall be filed with his or her Depat1ment Head. In the event
the employee elects to take sick leave with pay, such employee shall transmit to the Housing
Authority his or her weekly benefit check. When such check is received by the Housing Authority,
the employee's sick leave shall be adjusted in accordance with the following formula:
Weekly Worker's Compensation Check Benefit
Employee's Daily Rate of Pay
= Number of sick days per week
returned to the nearest (1/2) half day
Lump sum settlements shall be retained by the employee.
Any employee eligible to receive Worker's Compensation for purposes of this Agreement shall be
considered on full pay status for the period of the disability for purposes of health insurance.
11.8 LEAVE DUE TO WEATHER CONDITIONS: During times of extraordinary weather
conditions, the Authority may excuse lateness due to such weather conditions. This is done at the
discretion of the Executive Director or their designee. Such excused time will not create for the
employee not affected, the right for such time off. Only the Authority may direct employees to
leave work early under such weather conditions. Such leave shall not be unreasonably withheld.
11.9 ORGANIZATIONAL LEAVE: The Albany Housing Authority Unit of CSEA shall
receive 160 hours per year of paid organizational leave for the purpose of attending conventions or
other union activities (over and above the time allotted for handling of grievances and disciplines).
There shall be no more than two persons on organizational leave at anyone time.
11.10 LEA VE OF ABSENCE: A leave of absence without pay not to exceed one year may be
granted to an employee by the Authority. Requests for leave without pay must be made in writing
to the Authority and are granted at the Authority's discretion. Leaves without pay may be granted
for many reasons, among them education and adoption.
Leaves of absence are governed by Rule 20 of the Civil Service Rules of the City of Albany.
Notice of such leave shall be 2:ivento the Civil Service Commissioner.
~
Failure to return to work upon the expiration of a leave of absence will be deemed
unauthorized absence for which disciplinary action wi II be taken.
11.11 FAl\:IIL Y AND ~IEDICAL LEAVE: Employees requesting leave for the purpose of: (1)
child bil1h and after care and adoption and foster placement of children: (2) the employee's own
serious health condition making him/her unable to perform his/her job functions: and (3) the
necessary care of a child. spouse. or parent suffering from a selious health condition may be granted
such leave, without pay. up to sixty (60) days as provided in the Family and lVledical Leave Act of
1993, 29 use Section 260 I et. seq.
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ARTICLE 12 -ASSIGNMENT~ POSTING~ TRANSFER
AND PROMOTION
12.1 ASSIGNl\tlENT: All employees of the Authority shall be subject, as a condition of
employment, to assignment or reassignment to any development or location within the Authority's
jurisdiction.
12.2 JOB POSTING
12.2.1 POSTING OF VACANCIES: All job vacancies shall be posted by the Authority
on its official bulletin boards. It is the intent of the Authority to fill job vacancies from within
whenever it is in the best interest of the Authority. Both promotional titles and entry level postings
are issued by the Personnel Department. The period of posting is ten (10) working days, not
including weekends and holidays. The position announcements are distributed to every
development site location owned and operated by the Authority, and to the Bargaining Unit
President. Position announcements shall also be posted in the reception area and lounge of the
Central Office.
12.2.2 POSITION ANNOUNCEl\tIENTS: When a job vacancy or vacancies occur
within the Authority, the Personnel Department will be responsible for the distribution and posting
of all position announcements. The position announcement shall indicate in its written description
the title of the position, the number of vacancies, the annual salary, the grade and step of the
position title. In addition to this information, the announcement shall describe the illustrative duties
of the title, the qualifications for appointment and the classification of the position. (Non-
competitive, Labor Class or Competitive.)
12.2.3 SUBMISSION OF APPLICATION: Employees or Applicants who wish to be
considered for a position vacancy, must submit an application within ten (10) working days or prior
to the period of expiration identified at the bottom of the position announcement. The main office
Reception Desk or the Personnel Office will make applications available to all interested
candidates. The candidate must complete the application and sign the bottom of the application
when applying for a position opening. The candidate must submit the completed application to the
Personnel Officeor may hand the fOlm in at the Reception Desk.
12.2.4 CHANGING OF POSTING PERIOD: The Personnel Depat1ment may, at times,
determine a position title requires an extension of the posting petiod which exceeds the required ten
(LO) working days. If an extension is needed. the AuthOlity agrees to notify CSEA of the need for
such an extension. \Vhile the Personnel Depal1ment has the option to extend the period of posting,
the ten (LO) day requirement may not be shortened.
12.3 FILLING OF VACANCIES
12.3.1 FILLING OF VACANCIES: The process for selectionof qualifiedcandidates to
vacant positions is determined by the application and/or resume submitted by the candidate. The
selection process shall take into consideration the applicant's work experience. euucational
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background, special job training, recommendations, special licenses/cel1ifications and/or
proficiencies and the personnel file including job petf01mance and attendance records. When two
or more candidates are relatively equal in qualifications, preference shall be given to the senior
employee.
In the case of a request for re-assignment within the same job title by two or more
employees relatively equal in qualifications, seniority shall be the determining factor.
12.3.2 ELIGIBILITY AFTER SIX MONTHS: Employees with less than six months of
service in their position titles shall not be eligible for position appointments in a promotional
posting.
12.3.3 INTERVIEW: All applicants who file applications or notice for posted positions,
including promotional positions, shall be interviewed. The Personnel Department shall issue
written notice to all candidates who apply for vacancies of the final determination. Such notice
shall only be issued when the selection process has been completed and after an appointment has
been accepted by the candidate of choice.
12.3.4 TEMPORARY APPOINTMENTS: It may be necessary, but rarely required,
when the Authority must appoint an employee to a position title on a temporary basis. When such a
temporary appointment is required, the normal procedure outlined for position announcements shall
be waived, however, the appointment shall be identified as temporary and the employee shall be
informed of such in writing by the Personnel Department.
12.3.5 PROMOTIONS IN COMPETITIVE CLASS: The job posting procedure
outlined above applies to Non-Competitive, Labor Class and Provisional position titles only.
Competitive position titles are required to adhere to Civil Service Rules and Regulations. The
posting of a Competitive title by the Authority shall take place only in the absence of a Civil
Service eligible list of candidates, and within the body of the position announcement shall state the
title is assigned to the Competitive Class and appointment shall only be made on a provisional
basis, pending the passing of a CiviI Service Examination.
12.4 OUT-OF-TITLE PAY: An employee assigned to work in a higher classification for three
or more days shall receive the pay rate commensurate with that higher classification for all hours so
worked pursuant to Article 5.8.1.
An employee working out-of-title for a peliod exceeding 30 days shall be temporalily or
contingently appointed to the title in which they are working. If said appointment is to a title
outside the CSEA bargaining unit. the appointee shall be deemed a member of the applicable unit
or mana2ement confidential. consistent \vith the desi£nation of the title. for the term of the
~
~
appointment.
12.5 NOTICE TO CSEA: A duly authorized CSEA representative shall. upon application. be
advised of the names of employees responding to a position announcement. the date each
application was received and the date on which the appointee was identified.
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The Housing Authot;ty shall provide to the CSEA Unit President notice of all requests for
civil service examinations for all provisional appointees within the bargaining unit within one (l)
month of the provisional appointment.
12.6 PROBA TIONARY PERIOD: An employee who is assigned or promoted, as the result of
the selectionprocess set forth in this At1icle,shall serve a probationaryperiod of ninety (90) days.
During this ninety-day period, the Authority may return the employee to his/her pt;or assignment if,
in its sole discretion, it determines that the employee is not satisfactorily performing the duties of
the new assignment. During this ninety-day period the employee may also choose to return to
his/her prior assignment.
ARTICLE 13 -RETIREMENT~ HEALTH~ DENTAL &
VISION INSURANCE
13.1 RETIRElVIENT: The employer agrees to continue to provide the Retirement Plan under
the New York State Employees' Retirement System for all employees covered under this
agreement, pursuant to the regulations of that system. The Authority agrees to continue the
application of the unused sick-leave option, Section 41j of the Retirement and Social Security Law.
13.2 HEAL TH INSURANCE: During the term of this contract, the employer shall provide the
following medical insurance coverage:
a)
b)
c)
Dental Insurance -Blue Cross/Blue Shield 80-20 or its equivalent
VisionCarePlan -CSEA EmployeeBenefitFund "PlatinumPlan" or its equivalent;
The Empire Plan or its equivalent, CDPHP or its equivalent, and CHP or its
equi valent.
13.3 ElVlPLOYEE CONTRIBUTION
13.3.1 Effective July 1, 1995, for employees hired prior to July 1, 1990, the employer shall
contribute 900/0of the cost of the dental insurance; 900/0of the cost of the vision care plan, and 90%
of the dollar costs of the premium plan for health insurance, which dollar amount may be applied to
the cost of one of the other avai lable health insurance packages.
13.3.2 Effective July 1. 1995, for employees hired after July 1, 1990, the employer shall
contJ;bute 80ge of the cost of the dental insurance; 80g(1of the cost of the vision care plan. and 80go
of the dollar cost of the premium plan for health insurance, which dollar amount may be applied to
the cost of one of the other avai lable health insurance packages.
13.4 HEALTH INSURANCE BUY-BACK
Employees shall be eligible to either forego health insurance coverage or transfer from a
family plan to an individual plan in accordance with procedures. Where an employee has qualified
for the program pursuant to the policy in effect. they shall receive fifty percent (Such)) of the annual
savings minus any applicable contribution in equal. semi-annual installments.
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13.5 ALTERNA TIVE PLAN
The Authority may implement an altell1ate health insurance plan, provided such plan
provides substantially equal or greater coverage to the plan then in effect. The Auth01ity shall
notify CSEA at least ninety (90) days plior to implementation of a proposed alternate health plan.
ARTICLE 14 -GRIEVANCE PROCEDURE
14.1 DEFINITIONS
14.1.1 EMPLOYEE shall mean any employee or group of employees in the Negotiating
Unit or the CSEA.
14.1.2 DEPARTMENT HEAD for purposes of this article shall mean the Director of
Maintenance, Modernization Coordinator, Director of Accounts, Personnel Director, Assistant
Director of Development Operations, Tenant Selection Supervisor, Community Services
Coordinator, Secretarial Assistant, and Director of Security.
14.1.3 REPRESENTATIVE shall mean a designated CSEA representative.
14.1.4 GRIEVANCE shall mean any dispute arising, concerning the interpretation or
application of the terms of this Agreement or the rights claimed to exist thereunder.
14.1.5 DECISION shall mean the determination or report made by a Department Head,
Executi ve Director or Arbitrator after the grievance is heard or submitted as provided in this
procedure.
14.1.6 DAYS shall mean all days other than Saturdays, Sundays and holidays. Saturdays,
Sundays and holidays shal1be excluded in computing the number of days within which action must
be taken or notice given within the terms of this procedure.
14.1.7 EXECUTIVE DIRECTOR shall mean the Executive Director of the Albany
Housing Authority.
14.2 GRIEVANCE PROCEDURE: Plior to filing a written grievance, the grievant must
discuss the glievance with his immediate supervisor to explore an inf01mal settlement of the matter.
14.2.1 STEP 1: Within thil1y (30) days after an employee knows or should have known
that a glievance occulTed. an employee or his or her representati ve shall present the glievance in
wliting. to his or her Depm1ment Head. The grievance shall include the name and position of the
employee. the time when and place where the alleged events or conditions occun'ed. a descliption
of the acts or omissions constitutin£ the £rievance includin£ references to sections of the contract
....
and/or policies which the grievant alleges management violated together with the redress sought by
the employee. The Depal1ment Head may discLiss the grievance with the employee or his or her
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representative and shall make such investigation as the Department Head deems necessary. Within
five (5) days after the gtievance has been presented to the Department Head, he or she shall give his
or her decision to the employee presenting the glievance and to the employee's representative, if
any.
14.2.2 STEP 2: If the gtievant is not satisfied with the decision of the Department Head,
the grievant shall be allowed to submit a written request for review and detetmination of the
grievance to the Executive Director within ten (10) days of the receipt of the decision at Step 1. The
request shall contain the same infOtmation as the employee provided to the Department Head. A
copy of the request shall be sent to the Department Head. The Executive Director shall notify all
involved in the grievance of the time and place when they shall convene an infOtmal hearing where
such parties may appear and present oral and written statements supplementing their positions.
Such hearing shall be held within fifteen (15) days of the receipt of the written request for review.
The Executive Director shaHrender their decision in writing within ten (10) days of the hearing and
shaH send the decision to aHparties involved in the grievance.
14.2.3 STEP 3: If CSEA is not satisfied with the decision of the Executive Director, it
shall submit the grievance to final and binding arbitration by written notice to the Executive
Director and to PERB within twenty (20) days of receiving the decision at Step 2.
The parties will then be bound by the rules and procedures of the Public Employment
Relations Board in the selection of an arbitrator. CSEA will then write to PERB notifying them of
the dispute and request a list of arbitrators.
The selected arbitrator will hear the matter promptly and will issue their decision not later
than thirty (30) days from the date of the close of the heating or if oral arguments have been
waived, then from the date the final statements and proofs are submitted to them. The arbitrator's
decision shall be in writing and will set forth their findings of fact, reasoning and conclusions on the
issues. The cost of the arbitrator shall be borne equally by both parties.
The arbitrator shall have no power to make any decision which requires the commission of
an act prohibited by law or which is violative to the telms of this Agreement. The threshold issue
to be decided by the arbitrator shall be whether the contract has been violated and, if so, what the
remedy shall be. If the claimed violation of the contract involves a discretionary act by the
employer either by commission or omission, such as a decision to allow or deny leave time or to
promote one employee over another. then the specific issue to be decided by the arbitrator is
whether the employer acted in bad faith or unreasonably.
14.3 BASIC PRINCIPLES
14.3.1 INTENT: It is the intent of these procedures to provide for the orderly settlement of
differences in a fair and equitable manner. The resolution of a glievance at the earliest possible
stmre is encoura£ed.
.....
14.3.2 RIGHT TO PRESENT GRIEVANCES: An employee shall have the light to
present grievances in accordance \vith these procedures free from coercion. interference. restraint.
discrimination or reprisal.
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14.3.3 RIGHT TO REPRESENT ATION: An employee shall have the right to be
represented at any step of the procedure by CSEA.
14.3.4 LEAVE TIlVlE: Shop stewards and Unit 6012 Officers of Local 801 shall be the
only employees permitted to adjust gJievances. They shall be permitted a reasonable amount of
time free fr0111their regular duties for the purpose of adjusting grievances. Whenever possible, they
must secure the approval of their supervisor prior to leaving a work assignment for the purpose of
adjusting a grievance. Such approval shall not be unreasonably withheld.
14.3.5 ACCESS TO RECORDS: Each party to a grievance shall have access at
reasonable times to all written statements and records pertaining to such grievance.
14.3.6 CONFIDENTIALITY: All grievance related procedures, meetings, and hearings
are confidential.
14.3.7 TIME LIMITS: If the employer does not issue a decision within the time limits of
any step of the grievance procedure, the employee or the Union may proceed to the next step. If the
employee or the Union fails to submit the grievance within the time limits set forth for any
particular step of the grievance procedure, the grievance shall be terminated at that step. By mutual
agreement, the parties may agree to extend any time limit contained in the grievance procedure.
14.3.8 GRIEVANCE FORlVl: A sample of the form to be used for the grievance
procedure is contained as Appendix "B".
14.3.9 NEGOTIATING TEAlVl: A maximum of five persons shall be allowed a
reasonable amount of time free from their regular duties for the purpose of negotiating bargaining
agreements. Supervisors are to be advised of the negotiations at least twenty four hours in advance.
14.3.10 NOTICE: The AuthOJity shall give a grievant at least twenty-four (24) hours
notice of any disciplinary interrogation. meeting, or hearing. This notice shall provide a date, time.
and location of the meeting, hearing, or disciplinary interrogation. The notice shall be wJitten and
shall be served personally upon the employee or delivered to the employee at the address provided
by the employee to the Authority.
14.3.11 lVlULTIPLE ElVlPLOYEE GRIEVANCES: Grievances involving two (2) or
more employees may be filed by the CSEA directly at the Step 2 level.
ARTICLE 15 -DISCIPLINE & DISCHARGE
15.1 ELIGIBILITY: The disciplinary procedure is not applicable to review the removal of the
employee during the probationary period.
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15.2 DISCIPLINARY PROCEDURE
15.2.1 The Authority agrees that while directing the work force, discipline shall be applied
pursuant to the Progressive Discipline Procedure. However, it is understood that serious violations,
for example, theft, insubordination or misconduct, may watTant immediate suspension and/or
discharge. Formal discipline shall be applied only for just cause.
15.2.2 The process of progressive discipline includes counseling, warnings, reprimands,
. suspension,fines ($200.00or less), loss of accruals, reductionsin grade, transfersand/or dismissal.
Any formal discipline shall begin with written notice that includes charges and specifications and
shall be issued pursuant to Article 15.2.3.
15.2.3 When the Authority seeks to discipline an employee, a written Notice of Discipline
shall be served personally upon the employee or mailed (certified or registered) to the employee at
the address provided by the employee to the Authority. Said notice shall contain a concise
statement of facts setting forth the misconduct or incompetency, along with the penalty being
imposed.
15.2.4 An employee may use the grievance process set forth in AI1icle 14 to appeal formal
discipline. A grievance appealing a counseling or warning shall commence with the Department
Head at Step I. A grievance appealing a suspension and/or discharge may commence at Step n.
15.2.5 Pursuant to law, the employee shall be given written notice of their right to
representation prior to any hearing or conversation when there is a potential that discipline may
result. Reasonable time to secure said representation shall be provided.
15.2.6 No disciplinary action shall take effect until it has been upheld through Step n of the
grievance procedure. This shall not apply to suspension pending termination for third warning
violations pursuant to the Progressive DiscipJine Procedure, and/or, to suspension pending
termination for serious violations as set forth in 15.2.1. These may become effective following the
mandated hearing with the Director or their designee. At this healing, the superior recommending
suspension and the employee or their representati ve shall explain the circumstance of the action and
defense at which time a determination will be made by the Authority as to whether or not the
suspension shall take place.
15.2.7 An employee shall not be disciplined for acts which occur more than one (l) year
p1ior to the service of the notice of discipline unless such acts constitute a misdemeanor or felony.
If such acts constitute a misdemeanor or felony~ then the notice of discipline must be served no later
than the petiod of limitation in the Climinal Procedure La\-\!'of the applicable jUtisdiction.
15.3 ARBITRA TOR.S AUTHORITY: The arbitrator shall onlv determine if guilt of
J ~
misconduct or incompetence has been proven by a preponderance of the evidence and if the penalty
was imposed in bad faith or was unreasonable. On the issue of the penalty. the employee' s entire
record of employment may be considered.
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15.4 Any disciplinary action taken under the provisions of this Article shall take place in
accordance with the Progressive Disciplinary Procedure as set forth in the Personnel Policy. A final
determination with regard to any stage of the Progressive Disciplinary Procedure shall be binding
upon the employee and the Authority and neither the employee nor the Authority may re-argue at a
later stage~the validity of a determination made at an earlier stage~provided~ however, that each
stage of the Progressive Discipline Procedure shall be implemented separately from each other
stage, so that one event will not serve as the basis for more than one stage.
ARTICLE 16 -LABOR MANAGEMENT COMMITTEE
The Albany Housing Authority and the Civil Service Employees Association Unit shall
fonn a Labor Management Committee to meet, at least bi-monthly, and make a sincere effort to
resolve the problems both within and outside of the present contract that exists between the two
parties. The Committee shall be comprised of three representati ves from the Union and three
representatives from the employer. The Committee shall meet within five (5) working days of
written notice to the other that it wishes that Committee to convene. The notice shall contain the
agenda for the meeting.
It is understood that the function of the Committee is not to alter the basic contract.
ARTICLE 17 -TOOLS~ PROTECTIVE & SAFETY EQUIPMENT
17.1 SAFETY GEAR: The employer shall provide the employees of the maintenance staff with
necessary protective and safety equipment (safety glasses, gloves, hip boots, rain gear~respirators,
back belts, etc.)
17.2 UNIFORlVIS:
17.2.1 All maintenance employees covered by this Agreement shall be entitled to uniforms
every twelve (12) months. Each covered employee shall receive five (5) pairs of pants, five (5)
collared shirts and five (5) tee shirts. Collared shil1Sshall bear personal, AHA and years of service
patches. Uniforms shall not be worn off duty.
Effective October L 200 1 all maintenance employees covered by this agreement shall be
provided a Carhat1 winter coat. Each employee shall be responsible for contlibuting one qual1er of
the cost of such coat. The AuthOlity shall select the pat1icular uniform coat from the Carhm1 line
and shall make an-angements for a vendor to supply to coats. The coats shall bear AHA logos and
shall not be worn off duty. Coats wi II be replaced every three years. Each employee shall be
responsible for contlibuting one-half of the cost of each replacement coat. Employee contlibutions
shall be made by payroll deductions over six (6) pay periods.
17.2.2 All maintenance personnel shall be responsible to \vear sturdy work type foot \vear
at all times on the job.
")'1
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17.3 TOOL CRIB: The employee shall be required to supply the non-powered hand tools
reasonably necessary to perform their assigned tasks. The employer shall provide all other
equipment.
17.4 WORKPLACE SAFETY
17.4.1 WORKPLACE SAFETY: CSEA and the Authority agree that workplace safety is
a primary concern for both parties. There shall be a standing safety committee compt;sed of not
more than three representati ves of CSEA and not more than three representati ves of management.
This committee shall meet not less than quarterly, and more often with agreement of both parties.
Agenda items shall be the responsibility of both parties and shall be comprised of their safety
related concerns.
17.4.2 INSPECTION OF SAFETY RISKS: Where an employee reasonably believes
that the performance of an assigned task would create a substantial risk to their or another worker's
physical safety, they may request that the work location be inspected by a union and management
representative. Upon consultation with the employee, the union representative, and the work
supervisor, the management representative will determine whether and under what conditions the
work shall proceed.
ARTICLE 18 - RECIPROCAL RIGHTS
18.1 DESIGNA TION OF REPRESENT ATIVES: The Authority recognizes the right of the
employees to designate representatives of the Civil Service Employees Association, Inc. to appear
on their behalf to discuss salaries, working conditions, grievances and disputes as to the terms and
conditions of this contract and to visit employees during working hours. Such representatives shall
also be permitted to appear at public heatings before the members of the Authority upon request of
the employees.
18.2 ADlVIINISTRATION: The AuthOlity and the Union shall so administer their respective
obligations under this contract, in a manner which will be fair and impartial to all employees and
shall not discriminate against any employee by reason of race, creed, sex, color, national origin,
religion, disability, marital status, age. alTest record, prior criminal accusation, or exercising one's
ri2:htsinvolvin2:union involvement.
....
18.3 POSTING OF NOTICES: The CSEA shall have the right to post notices and other
communications on bulletin boards maintained on the premises and facilities of the AuthOlity. The
officers and a2:ents of the CSEA. Inc. shall have the ri2:ht to visit the AuthOl;tv's facilities for the
.....
purpose of adjusting gtievances and administeling the telms and conditions of this contract.
18.4 SHOP STE\VARDS: One ( I ') Shop Steward for each maintenance zone and two (2) Shop
Stewards for clelical and office employees shall be designated by CSEA for the puqJose of
adjusting grievances or assisting in the administration of this contract. Stewards requiring time free
from their regular duties to fulfill these obligations shall be subject to the notification requirements
of 14.3A
l'
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18.5 OFFICE SPACE: The Authotity agrees to continue to provide adequate office space for
the CSEA unit. The parties agree that the space to be provided will be a room not less than twelve
feet by twelve feet and it shall be air-conditioned.
ARTICLE 19 -MANAGEMENT RIGHTS.
MANAGEMENT RIGHTS: Except as expressly limited by other provisions of this
Agreement or applicable laws, all authority, rights and responsibilities possessed by the employer
are retained by it. These include, but are not limited to:
. The right to determine the mission, purpose, objectives and policies of the employer;
. To determine the facilities, methods, means and number of personnel required for
conduct of the Authority's programs and operation;
. To administer the selection, recruitment, hiring, appraisal, training, retention,
promotion, assignment or transfer of employees pursuant to law;
. To determine whether positions shall be full-time, part-time, salary or hourly;
. To direct, deploy and utilize the work force;
. To establish the specificationsfor each class of positionsand to classify or reclassify,
and to allocate or reallocate new or existing positions in accordance with law;
. To determine the hours and days of operation of the Authority and the services, facilities
and programs to be provided to the public.
ARTICLE 20 -SENIORITY~ LAYOFF~ BUMPING AND RECALL
20.1 DEFINITIONS:
20.1.1 SENIORITY shall be defined as the tength of continuous service with the employer
from the date of hire of the employee.
20.1.2 TITLE SENIORITY shal1 be defined as the len2:thof continllolls service of an....
employee since entry of such employee into the title.
20.1.3 DEPARTlVlENT AL SENIORITY shall be defined as the len2:th of continuous....
service of an employee since entry of such employee into the depat1ment.
20.2 LAYOFF. BU~IPING AND RECALL
20.2.1 ORDER OF LAYOFF: For purposes of layoff of non-competitive and labOting
class employees~ the employee(s) with the least title seniority shall be first to be laid off unti I the
total number of employees required to decrease forces shall be established. Having exhausted
seniOtity in their CUtTenttitle. the laid off employee shall exercise their depat1mental seniority to
displace an employee in a lower job title within the depat1ment \vho has lesser depat1mental
seniority than the bumping employee. Recalls shall be in the inverse order of layoff. The employer
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shall notify the employee of their recall by registered mail with return receipt requested at the
employee's last known address. Such recall notification must be acknowledged by the employee
within seven (7) working days of receipt.
20.2.2 PART-TIl\'IE AND TEl\'IPORARY El\'IPLOYEES: All part-time, temporary,
hourly, and seasonal employees in each title shall be laid off prior to the layoff of full-time
employees. The layoff procedure for full-time employees as stated herein shall be used in the event
of the layoff of any part-time employees.
20.2.3 NOTICE TO UNION: In the event a layoff is anticipated and at least thirty (30)
days prior to any layoff taking place, the Employer agrees to notify CSEA of pending layoffs and to
meet with CSEA to discuss alternatives to layoffs.
20.3 CONTINUOUS SERVICE: As used in the above paragraph, continuous service shall
include those periods when an employee is on the employer's payroll and those periods when an
employee is (a) on leave of absence, (b) on layoff, (c) absent from and unable to perform the duties
of his position by reason of a disability resulting from occupational injury or disease, (d) such other
periods of service, if any, as the Civil Service Law requires to be treated as part of the employee's
continuous service.
20.4 LOSS OF SENIORITY: Subject to applicable provisions of the Civil Service Law, if any.
an employee loses their seniority only when one of the following occurs: they resign (unless they
are reinstated within the period by any provisions of the Civil Service Law applicable to them). they
are discharged, they retire or they refuse a recall.
20.5 COl\tIPETITIVE: All competitive employees shall be governed under the appropriate
provisions of the Civil Service Law as it pertains to layoff, bumping and recall. Such provision
(Rule xxvn of the Civil Service Rules of Albany County) is attached as Appendix "C".
20.6 SENIORITY LIST: The employer shall provide an employee listing including name. title.
social security number, seniority date and rate of pay to the Unit President twice yearly. Employer
agrees to provide the Unit President with employment status changes and new hires as they occur.
20.7 VETERANS: Effective July 1, 1986, employees who are veterans holding non-
competitive or labor class positions shall receive additional service credits similar to those extcnJ~J
to the competitive class employees who are veterans.
ARTICLE 21 - PROHIBITION AGAINST STRIKES
The Association affinTIs that it does not assel1 the right to strike against the Employer and agrees
that it will not assist or pat1icipate in any such strikes or impose upon any of its members or others
an obligation to conduct. assist or pat1icipate in such a strike.
.,-
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ARTICLE 22 - SEVERABILITY
22.1 SEVERABILITY: If any article or part thereof of this Agreement shall be found in
violation of any federal, state or local law; or if adherence to or enforcement of any article or part
thereof should be restrained by a court of law, the remaining articles of this agreement or any
addition thereto shall not be affected.
22.2 NEGOTIATIONS: If a determination or decision is made as per Article 22.1, the original
parties to this agreement shall convene immediately for the purpose of negotiating a satisfactory
replacement for such article or part thereof.
ARTICLE 23 - LEGISLATIVE CLAU E. . .
LEGISLATIVE APPROVAL: IT IS AGREED BY AND BETWEEN THE PARTIES
THAT ANY PROVISIONS OF THIS AGREEMENT REQUIRING LEGISLATIVE ACTION TO
PERMIT ITS IMPLEMENTATION BY AMENDMENT OF LAW OR BY PROVIDING THE
ADDITIONAL FUNDS THEREFORE SHALL NOT BECOME EFFECTIVE UNTIL THE
APPROPRIATE LEGISLATIVE BODY HAS GIVEN APPROVAL.
ARTICLE 24 - COPIES OF,AGREEMENT
For the contract period effective July 1, 2000, the Albany Housing Authority shall provide
copies of the Agreement to all employees in the bargaining unit as well as adequate copies to
CSEA.
ARTICLE 25 -PERFORMANCE OF DUTIES BY EMPLOYEES
25.1 BEST EFFORTS: Adhering to the principle that duties and obligations come with rights
and privileges, the CSEA agrees to do its utmost to see that its members perform their respective
duties in the system loyally, efficiently and continuously under the terms of this Agreement. The
CSEA and its members will use their best endeavors to protect the interest of service of the highest
quality.
25.2 CONTACT INFORMATION: All employees are required to submit current home
address information for their file and to report any change in a timely manner and in writing to their
immediate supervisor. Subject to Article 5.10, home phone numbers are required whenever one
exists.
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ARTICLE 26 - MISCELLANEOUS
26.1 PERSONAL HISTORY FILES
26.1.1 REVIEW: An employee shall have the opportunity to review his or her personal
history file in the presence of an appropriate official of the Authority upon five (5) days notice to
the Authority.
26.1.2 NOTIFICATION: Employees shall be notified of all derogatory material in
reference to employment activities placed in their personnel folder at the time of placement.
Employees may also submit a rebuttal of reasonable length on any such derogatory material placed
in his/her personnel folder.
ARTICLE 27 - MAINTENANCE OF BENEFITS
Any benefit or benefits presently enjoyed by the employees within the negotiating unit
under this Agreement shall continue to remain in force subject to the tenns of the appropriate
sections of this Agreement, except that should any such benefit not be enumerated specifically in
this Agreement, such benefit will be retained and remain in force as if such benefit is a part of this
Agreement.
Any benefit or benefits presently enjoyed by retired employees of the Authority, or
employees who retire under the retirement program relating to health insurance benefits, shall
continue to remain in force as if such benefit was a part of this Agreement.
ARTICLE 28 - TOTAL AGREEMENT
This Agreement is the entire agreement between the AHA and CSEA, and tenninates all
prior agreements and understandings and concludes all collective negotiations during its term.
During the term of this Agreement, neither party will unilaterally seek to modify its terms through
legislation or any other means. The parties agree to support jointly any legislation or administrative
action necessary to implement the provisions of this Agreement. The parties acknowledge that,
except as otherwise expressly provided herein. they have fully negotiated with respect to the telms
and conditions of employment and have settled them for the term of this Agreement in accordance
with the Provisions thereof.
27
ARTICLE 29 - DURATION
This Agreement shall be effective from July 1, 2000 through June 30~2003.
IN WITNESS WHEREOF, the parties hereto have caused this Agreement to be signed by this
respecti ve representati ves on Ap r ill 0 e 2 00 1
~~c
STEVEN T. LONGO
EXECUT D CTOR
FOR THE ALBANY HOUSING
AUTHORITY UNIT OF THE CSEA, INC.
.
~~\\, M
FOR THE ALBANY HOUSING AUTHORITY
PRESIDENT - AHA UNIT
~~~
LABOR RELATIONS SPECIALIST
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ALBANY HOUSING AUTHORITY
SALARY GRADE SCHEDULE
Effective 7/1/00 To 6/30/01
GRADE A B C D E
1 20,285 21,553 22,820 24,088 25,356
2 20,855 22,159 23,462 24,766 26.069
3 21,618 22.969 24,320 25,671 27,022
4 22,359 23,757 25,154 26,552 27,949
5 23,159 24,607 26,054 27,502 28,949
6 24,122 25.630 27.138 28,645 30.153
7 25,168 26,741 28,314 29,887 31 ,460
8 26,264 27,906 29.547 31,189 32,830
9 27.423 29,137 30,851 32,565 34.279
10 28,675 30,467 32.260 34,052 35,844
11 30.029 31 ,906 33,782 35.659 37.536
12 31.465 33,431 35.398 37.364 39.331
13 33,151 35,223 37,295 39.367 41 ,439
14 35.105 37,299 39,493 41,687 43.881
15 37.145 39,466 41,788 44,109 46,431
16 39,262 41,716 44.170 46,624 49.078
17 41.514 44,108 46.703 49.297 51.892
18 43.915 46,660 49,405 52.149 54.894
19 46,333 49,229 52,124 55.020 57.916
20 48,752 51 ,799 54.846 57,893 60.940
21 51.387 54,599 57.811 61 .022 64.234
22 54,182 57.568 60.954 64,341 67.727
23 57,101 60.670 64.238 67.807 71.376
24 60.180 63.941 67,703 71 .464 75.225
25 63.546 67.518 71,490 75,461 79.433
26 66.925 71 .108 75,290 79,4 73 83.656
27 70.591 75,003 79.415 83,827 88.239
28 74.346 78.993 83.640 88,286 92.933
29 78.304 83,198 88,092 92.986 97,880
30 82.437 87,589 92,741 97.894 103.046
APPENDIX f\
Longevity Payment - Not To Be Added To Annual Salary. One
Time Payment First Pay Period In July Following Anniversary
Date Of Employemnt With Albany Housing Authorithy.
8 To 9 Years 200
10 To 14 Years 600
15 To 19 Years 1250
20 To 24 Years 1750
25 Years And Over 2000
2.75% Increase
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ALBANY HOUSING AUTHORITY
SALARY GRADE SCHEDULE
Effective 7/1/01 To 6/30/02
GRADE A B C D E
1 20,894 22,199 23,505 24,811 26,117
2 21 ,481 22,823 24,166 25,508 26,851
3 22,266 23,658 25,050 26,441 27,833
4 23,030 24,469 25,908 27,348 28,787
5 23,854 25,344 26,835 28,326 29,817
6 24,846 26,399 27,952 29,505 31,058
7 25,923 27,543 29,164 30,784 32,404
8 27,052 28,743 30,434 32,124 33,815
9 28,246 30,
°
11 31,776 33,542 35,307
10 29,535 31,381 33,227 35,073 36,919
11 30,930 32,863 34,796 36,729 38,662
12 32,409 34,434 36,460 38,485 40,511
13 34,146 36,280 38,414 40,548 42,682
14 36,158 38,417 40,677 42,937 45,197
15 38,259 40,650 43,042 45,433 47,824
16 40,440 42,968 45,495 48,023 50,550
17 42,759 45,432 48,104 50,777 53,449
18 45,233 48,060 50,887 53,714 56,541
19 47,722 50,705 53,688 56,670 59,653
20 50,214 53,353 56,491 59,630 62,768
21 52,929 56,237 59,545 62,853 66,161
22 55,807 59,295 62,783 66,271 69,759
23 58,814 62,489 66,165 69,841 73,517
24 61,986 65,860 69,734 73,608 77,482
25 65,453 69,544 73,634 77,725 81,816
26 68,933 73,241 77,549 81,858 86,166
27 72,709 77,253 81,797 86,342 90,886
28 76,577 81 ,363 86,149 90,935 95,721
29 80,653 85,694 90,734 95,775 100,816
30 84,910 90,216 95,523 100,830 106,137
Longevity Payment - Not To Be Added To Annual Salary. One
Time Payment First Pay Period In July Following Anniversary
Date Of Employemnt With Albany Housing Authorithy.
8 To 9 Years 200
10 To 14 Years 600
15 To 19 Years 1250
20 To 24 Years 1750
25 Years And Over 2000
3% Increase
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ALBANY HOUSING AUTHORITY
SALARY GRADE SCHEDULE
Effective 7/1/02 To 6/30/03
GRADE A B C D E
1 21,521 22,866 24,211 25,556 26,901
2 22,126 23,508 24,891 26,274 27,657
3 22,934 24,368 25,801 27,235 28,668
4 23,721 25,203 26,686 28,168 29,651
5 24,570 26,105 27,641 29,176 30,712
6 25,592 27,192 28,791 30,391 31,990
7 26,701 28,370 30,038 31,707 33,376
8 27,863 29,605 31,346 33,088 34,829
9 29,093 30,911 32,729 34,548 36,366
10 30,422 32,323 34,224 36,126 38,027
11 31,858 33,849 35,840 37,831 39,822
12 33,381 35,467 37,553 39,640 41,726
13 35,170 37,368 39,566 41,764 43,962
14 37,242 39,570 41 ,898 44,225 46,553
15 39,407 41,870 44,333 46,796 49,259
16 41 ,654 44,257 46,860 49,464 52,067
17 44,042 46,794 49,547 52,299 55,052
18 46,590 49,501 52,413 55,325 58,237
19 49,154 52,227 55,299 58,371 61,443
20 51,721 54,953 58,186 61,418 64,651
21 54,517 57,924 61,331 64,739 68,146
22 57,482 61,074 64,667 68,259 71,852
23 60,578 64,365 68,151 71,937 75,723
24 63,845 67,835 71,825 75,816 79,806
25 67,416 71,630 75,843 80,057 84,270
26 71,001 75,438 79,876 84,313 88,751
27 74,890 79,571 84,252 88,932 93,613
28 78,874 83,804 88,734 93,663 98,593
29 83,072 88,264 93,456 98,648 103,840
30 87,457 92,923 98,389 103,855 109,321
Longevity Payment - Not To Be Added To Annual Salary. One
Time Payment First Pay Period In July Following Anniversary
Date Of Employemnt With Albany Housing Authorithy.
8 To 9 Years 200
10 To 14 Years 600
15 To 19 Years 1250
20 To 24 Years 1750
25 Years And Over 2000
3 % Increase
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IAPPENDIX B
AHA GRIEVANCE FORNI
All grievances, decisions and appeals must be served personally or by registered mail. return receipt
requested.
Step I
Within thirty (30) days after an employee knows or should have known that a grievance has occurred. the
employee or his or her union representative shall present the grievance to his or her department head.
DATE PRESENTED TO DEPARTMENT HEAD:
GRIEV ANT(S):
POSITION(S): DEPARTMENT:
IMMEDIATE SUPERVISOR:
GRIEV ANTS REPRESENT ATIVE:
GENERAL STATEMENT OF GRIEVANCE (DATES, TIMES. PLACES, ETC.):
(Attach additional sheets if necessary)
REDRESS SOUGHT:
SIGNATURE OFGRIEV ANT AND/OR REPRESENTATIVE:
DEPARTMENT HEAD: DATE RECEIVED:
DECISION OF DEPARTMENT HEAD:
(Attach additional sh~ets if necessary)
DEPARTlVIENT HEAD SIGNATURE: DATE OF DECISION:
(Within five days after the grievance has been presented to him. th~ Department Head shall give his decision
to the employee and their representative.)
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SteDII
DATE PRESENTED TO EXECUTIVE DIRECTOR OR DESIGNEE:
(Must be within ten days of receipt of decision at Step I)
DATE OF HEARING:
jMust be within fifteen days of date presented)
DECISION:
(Attach additional sheets if necessary)
DIRECTORIDESIGNEE SIGNATURE:
DATE OF DECISION:
(Decision shall be rendered in writing within ten days of the hearing, it shall be sent to all parties involved in the grievance.)
SteD III
If the union is not satisfied with the decision at Step II, it may submit the grievance to final and
binding arbitration by written notice to the Executive Director within twenty (20) days of receiving
the decision at Step II.
~,r
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APPENDIX C
RULE XXVII
LAYOFF OF COMPETITIVE CLASS EMPLOYEES
1. For the purpose of this Rule the following terms shall mean:
(a) Direct Line of Promotion shall be strictly construed in that in order to be considered as direct
line all titles must have the same generic root.
(b) Next lower occupied title shall mean the title in direct line of promotion immediately below the
title from which the incumbent is suspended or demoted, unless no on is serving in that title in that
layoff unit, in which case it shall be the closest lower title in direct line of promotion in that layoff
unit in which one or more persons do serve.
(c) Layoff unit shall mean each department of a County, City, Town, Village each School District
and each special district. Authorities and community colleges shall be deemed to be separate civil
divisions.
(d) Satisfactory service shall mean service by a permanent employee during which he did not
receive an "Unsatisfactory" performance rating and was not found guilty of misconduct or
incompetency pursuant to Section 75 of the Civil Service Law which resulted in the imposition of
any of the following penalties upon such employee.
(i) dismissal from the service, or
(ii) suspension without pay for a period exceeding one month, or
(iii) demotion in grade and title.
(c)(i) Permanent Service shall start on the date of the incumbent's original appointment a
permanent basis in the classified service, however, in the case of disabled veterans, the date of
original permanent appointment is considered to be 60 months earlier that the actual date: while
non-disabled veterans are considered to have been appointed 30 months earlier that their actual date
of appointment. For the purposes of this Rule the definition of what constitutes a veteran or
disabled veteran is contained in Section 85 of the Ci viI Service Law.
(ii) A resignation followed by a reinstatement or reappointment more than one year subsequent to
the resignation constitutes a break in service. The oliginal appointment date is to be detelmined
from the date of reemployment. the prior service would not count.
34
(iii) Temporary or provisional service preceding the original pemanent appointment does not
count. However, temporary or provisional employment immediately preceded and followed by
pemanent classified service employment does not intelTuptcontinuous service.
(iv) The pemanent service of any employee who was transfelTed from another civil division shall
start on the date of his original pemanent appointment in the classified service in the other civil
division.
(v) If an employee was covered-in to a classified position upon acquisition by a civil division of an
agency in which he was employed, his seniority begins on the effective date of the cover-in. As
between that employee and others covered-in on the same date, they shall have the seniority held by
them as among themselves in the agency before the cover-in.
2. Suspension
(a) When an occupied position in the competitive class is abolished, suspension is to be made from
among those employees holding the same title in the same layoff unit as the abolished position.
(b) Among pemanent employees, the order of suspension is the inverse of the order of their
original pemanent appointments in the classified service. See above definition of pemanent
service for veterans and disabled veterans. An exception to this rule is that the blind have absolute
retention rights but only in their job status.
(c) A blind person may not back-date his pemanent service if he also happens to be either a veteran
or disabled veteran.
(d) A person is considered blind if he is so certified by the Commission for the Visuall\'
Handicapped of the New York State Social Services Department.
(e) When two or more pemanent incumbents of position in a specific title are suspended. demoted
or displaced at the same time, the order in which they shall be entitled to displace shall be
detemined by their respective retention standing, with those having the greater retention standing
entitled to displace first.
(f) When several employees were originally appointed on a pemanent basis on the same day. thl'lr
retention rights shall be determined by their rank on the eligible list from which they \\cn:
appointed: that person having the highest rank having greater retention rights over those having
lower ranks.
(g) All temporary. provisional and contingent permanent employees occupying these positions must
be let go before any permanent employee is suspended from such positions.
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(h) Probationary employees occupying such positions in the same title, must also be suspended
before any permanent employee in the layoff unit in that title who has completed his probationary
period. Probationary employees do, however, have superior retention rights to those of contingent
permanent.temporaryand provisionalemployees.
.
(i) The order of suspension among probationary employees shall follow the same principles as that
among permanent employees.
3. Vertical bumping
(a)Vertical bumping occurs when an employee is a specific title to which there is a direct line of
promotion, who is himself suspended or displaced, displaces an employee in the next lower
occupied title in direct line of promotion in the same layoff unit having the least seniority if the
employee who seeks to displace has greater retention standing.
(b) Where the layoff involves more than one position in a title, the order of displacement will be the
inverse of the order of suspension. That is, the most senior of the suspended employees will be the
first to displace. This shall apply to both vertical bumping and retreat.
(c) If an employee refuses to displace a junior incumbent he must be laid off. This, however, does
not protect the junior incumbent from being compared in retention standing with other incumbents
if other positions at the higher level are being abolished.
(d) When a next lower title has been occupied by means of displacement regardless of when the
displacement into the title has occurred, it is considered to be occupied for further displacement
purposes; however, a next lower title which has all of its positions abolished at the same time as
positions are abolished at the higher level cannot be considered as occupied. A title which is
occupied by an incumbent, temporary, provisional, contingent, probationary or permanent is
considered occupied for the purposes of this section.
4. Retreat
(a) Retreat occurs when and only when there is no lower occupied position in direct line of
promotion at any level.
(b) An employee may retreat by displacing the incumbent with the least retention right who is
serving in a position in the title in which the displacing incumbent last served on a pelmanent basis
plior to service in the title form which he is cUlTently suspended or displaced. Retreat may only
occur where the position in the title formerly held by the displacing incumbent is occupied in the
competitive class, in the same layoff unit. and at a lower salary grade. the service of the displacing
incumbent while in the fOlmer title mLlst have been satisfactory. d the junior incumbent must have
less retention standing that the displacing incumbent.
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(c) The service of the displacing incumbent in the title to which he is retreating need not have been
in the same layoff unit as the one from which he is displaced.
(d) An employee may also displace by retreat to a position in a title he last served on a permanent
basis although he had intervening service in other titles as long as his service in each of the
intervening titles was on other than a permanent basis. He may also displace by retreat to a position
which does not count in the computation of his continuous service.
(e) Where a title change has been effected to better describe the duties of a position but the duties
have not substantially changed since the suspended employee last served in that title the new title
will for retreat purposes be deemed to be the former title.
5. An employee who refuses to accept an appointment afforded by displacement for whatever
reason waives all rights regarding the displacement, however, this employee's name will be entered
on an appropriate preferred list.
6. Preferred list standing for the competitive class employees on and after October 1, 1972 shall
be as follows:
(a) On and after October 1, 1972 those employees whose positions were abolished prior to that date
and who therefore had their standing on the preferred list determined by the date of their original
appointment on a permanent basis in the competitive class shall retain among themselves such
preferred list standing including the preferences to which they were entitled as blind, disabled
veterans and non-disabled veterans.
(b) Blind employees whose positions are abolished on or after October 1, 1972 shall have their
preferred list standing determined by the date of their original appointment on a permanent basis in
the classified service, whether or not they are also disabled veterans or nondisabled veterans:
provided however, that the blind shall be granted absolute preference on the preferred list over all
other employees except those disabled veterans and blind employees whose positions were
abolished prior to October 1, 1972 with whose names theirs shall be interfiled.
(c) Disabled veterans whose positions are abolished on or after October 1, 1972 shall have their
preferred list standing determined by the date of their otiginal appointment on a petmanent basis in
the classi fied service: provided however, that the date of such otiginal appointment shall be deemed
to be 60 months earlier than the actual date. determined in accordance with Section 30 of the
General Construction Law.
(d) Non-disabled veterans whose positions are abolished on or after October 1. 1972 shall have
their prefelTed list standing determined by the date of their oliginal appointment on a permanent
basis in the classified service: provided however. that the date of such oliginal appointment shall be
deemed to be 30 months earlier than the actual date. determined in accordance with Section 30 of
the General Construction Law.
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(e) Non-veterans whose positions are abolished on or after October 1, 1972 shall have their
preferred list standing detennined by the date of their original appointment on a pennanent basis in
the classified service.
(t) The names of all persons encompassed by paragraphs (c) (d) and (e) above whose positions are
abolished on or after October 1, 1982 shall be interfiled on the preferred list with the names of all
non-veterans whose positions were abolished prior to October 1, 1972.
7. An appointing authority may take such steps as it may deem necessary in order to secure binding
written commitments in advance of suspension, demotion or displacement from employees
potentially effected by such suspension, demotion or displacement as to their willingness to accept
reassignment or displacement.
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APPENDIX D
lVlaintenance Call-In Procedure
There are potentially situations which may arise that would reqUire you to call a
Maintenance Mechanic or Supervisor, for example.
1.
2.
3.
The night or weekend crew requires back-up.
An emergency arises.
A situation that you do not have the knowledge or authority to handle occurs.
The procedure to follow is to attempt to reach the Maintenance Mechanic on call first, the
Supervisor on call second, one of the other supervisors third and failing all else, the Chief of
Central Maintenance fourth. In extreme or life threatening emergencies, the Director of Operations
or Executi ve Director should be advised.
When attempting to reach someone you should:
1. Call their home telephone number first. If there is an answering machine, leave a
message stating the name of the person you are calling, your name, the day and time
and the reason for calling.
2. Call the beeper number second. State message, if you are not contacted in fifteen
minutes, call back.
Document all information completely. If you call someone and get no answer, speak into
the receiver and state who you are calling and that there is no answer. We then have a record to
verify the attempt was made.
If you receive a call that the night or weekend crew will not be reporting for work, or will be
leaving early, you need supervisor approval to secure coverage since ovel1ime will most likely
result. If the next scheduled dispatcher calls in, you can merely follow the rotational dispatcher
overtime list, depleting all dispatchers, Housing Safety and Maintenance, before moving to the next
person in turn on the non-dispatcher list. Be sure to note the list concerning your attempt to call in
anyone who is unavai lable or refuses. This should be done in the first clear space to the light of the
name.
IN EXTRElVlEEMERGENCIES THAT THREATEN LIFE OR PROPERTY. YOU MAY
CALL THE SUPERVISOR ON CALL IMMEDIATELY AFfER DETERMINING THE
MAINTENANCE MECHANIC ON CALL IS NOT ANSWERING THE HOME PHONE
NUMBER ON FILE. THIS SHOULD ONLY BE DONE IN EXTRENLECIRCUNISTANCES.
BUT SHOULD BE DONE IF THERE IS ANY CHANGE OF INJURY TO ANYONE.
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